Developing the workforce: the introduction of behavioural competencies at the University of Huddersfield by White, Sue
University of Huddersfield Repository
White, Sue
Developing the workforce: the introduction of behavioural competencies at the University of 
Huddersfield
Original Citation
White, Sue (2007) Developing the workforce: the introduction of behavioural competencies at the 
University of Huddersfield. Sconul Focus (41). pp. 72-74. ISSN 1745-5782
This version is available at http://eprints.hud.ac.uk/8374/
The University Repository is a digital collection of the research output of the
University, available on Open Access. Copyright and Moral Rights for the items
on this site are retained by the individual author and/or other copyright owners.
Users may access full items free of charge; copies of full text items generally
can be reproduced, displayed or performed and given to third parties in any
format or medium for personal research or study, educational or not-for-profit
purposes without prior permission or charge, provided:
• The authors, title and full bibliographic details is credited in any copy;
• A hyperlink and/or URL is included for the original metadata page; and
• The content is not changed in any way.
For more information, including our policy and submission procedure, please
contact the Repository Team at: E.mailbox@hud.ac.uk.
http://eprints.hud.ac.uk/






the University of 
Huddersﬁ eld
Sue White
Head of Library Services, 
University of Huddersfi eld







have been designed for specifi c purposes (such as 
recruitment	or	training).	Competencies	are	very	







Defi nitions of ‘competency’ vary, but they tend to 
fall	into	two	themes:3
•	 descriptions	of	work	tasks	or	job	outputs	
(known as ‘competences’, typically outlined 
in	a	job	description),	and	








cies approach at this time at Huddersfi eld was 
recognition	that	constant	change	has	become	the	
norm	for	people	working	in	our	sector.	The	skills	
that were relevant ten or fi fteen years ago are not 
necessarily	relevant	now.	The	workforce	is	now	
required to be more customer-focused, more fl ex-
ible,	more	able	to	multi-task.	Many	of	these	skills	
are	behavioural	and	less	likely	to	be	documented	
than the easier-to-defi ne technical skills, which 
generally	are	already	outlined	in	job	descriptions	
and person specifi cations.
More specifi cally, the reasons for developing a 
competency	framework	were:
•	 To	introduce	transparency	in	terms	of	the	






indeed exceed the required levels of compe-
tency



























fi nal version of framework and accompany-
ing	documentation	agreed	














lar competency; the two segments ‘Managing 
finances’ and ‘Managing performance and devel-




Each one is divided into three levels, ‘Learner’, 
‘Competent’ and ‘Expert’, with examples in each 
category of typical skills and behaviour expected 
at	that	level.	The	section	across	the	bottom	of	the	
page gives examples of negative behaviour. 
Each role within the service at Huddersfield has 
been	mapped	against	the	competencies,	assign-
ing	levels	as	appropriate.	A	subject	librarian,	for	
example, is expected to be competent in ‘Working 
as a team’ but expert in ‘Supporting and educat-
ing others’. The levels represent the minimum 
each	individual	should	aspire	to,	and	a	good	line	




They are encouraged to be reflective and self-criti-
cal, and to note examples of good practice and 
areas	for	development.	This	preparation	acts	as	
the	basis	for	discussion	in	the	appraisal	process.
evaluation of the frameWork so far
At	the	time	of	writing,	annual	appraisals	that	
incorporate	the	competencies	framework	for	
the first time are being conducted. Despite some 




to have difficult but productive conversations for 
the first time. Many people have commented on 
how	helpful	it	is	to	see	the	competencies	writ-
ten down, to clarify exactly what is expected in 
their	role	–	and	also	in	the	roles	they	might	aspire	
to.	Line	managers	now	have	an	important	role	




for reflection and critical self-appraisal does not 
come	easily	to	everyone	and	represents	a	cultural	
change	in	the	way	we	manage	performance.	





• discouraging a ‘tick box’ mentality 
towards	assessment



















1	 See for example R.E.Boyatzis, The compe-
tent manager: a model for effective performance,	




3  Described in S.Whiddett and S.Hollyforde, 
The competencies handbook,	London:	Institute	of	
Personnel and Development, 1999
4	 	http://www.straight-forward.co.uk/	
(accessed 02.08.07)
